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While there is a vast variety of literature available on incumbent civil servants in the 
field of public administration, there are limited empirical studies available on future 
civil servants, the college graduates. This paper investigates the inclination 820 
undergraduates from the National University of Singapore and Nanyang 
Technological University have towards public sector jobs in Singapore. In addition, 
the effect that gender, internship experience, perception of the organizational culture 
of the civil service, and public service motivation has on public sector job choice will 
be delved into. 
This paper provides empirical evidence that internship experience in the public sector 
can neutralize the extreme masculine perceptions college students have about the 
public sector. College students who had masculine perceptions of the public sector 
were less likely to pursue jobs in the public sector. While gender was not found to be 
a significant variable in explaining public service motivation in this context, Perry’s 
public service motivation theory, that those with higher public service motivation are 
more likely to join public organizations was found to be true. Overall, positive 
internship experiences were found to have an indirect effect on public sector job 
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Chapter 1 Introduction 
The public sector in Singapore has been referred to as “clean” (Mahiznan 
1999), and one of the most “competent and upright bureaucracies” in the region with 
the “highest paid civil servants” (Quah 2003). Are there specific characteristics that 
that bind public sector job seekers? More specifically, is gender a significant factor in 
the preference towards public sector jobs? Public service motivation (PSM) theory, as 
advocated by Perry and Wise (1990) states that individuals who register high levels of 
PSM are attracted to public organizations because of their unique nature. Is this 
theory applicable to undergraduate students in Singapore universities? Do other 
factors such as organizational exposure in the form of internship experiences and the 
perceptions of the organizational culture in the public sector have an effect on the 
undergraduates’ decision to join the public sector? This thesis attempts to answer 
these empirical questions by using first-hand data extracted from surveys and 
interviews administered to undergraduate students from three public universities in 
Singapore. 
As espoused by Perry and Wise (1990:368), ‘PSM can be best understood as 
an individual's predisposition to respond to motives grounded primarily or uniquely in 
public institutions and organization.’ Individuals, or potential civil servants take on 
public sector jobs because they are inherently different from private sector jobs 
seekers.  However, can public sector job choice be influenced by the perception one 
has of the organizational culture? Can the perception of the organizational culture be 
influenced by organizational exposure to the public service? To add an additional 
layer of analysis, are there significant gender differences in PSM? Dehart-Davis et al 
(2006) found that female civil servants registered higher levels of PSM despite the 
masculine notions associated with public administration. In particular, these women 
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registered higher scores in the attraction to policy making, commitment to public 
interest and compassion. These variables were used in Dehart-Davis’s (2006) study to 
measure levels of PSM.  As espoused by Perry and Wise (1990), those who register 
higher levels of PSM are more likely to pursue public sector jobs. However, it is 
unknown whether the level of PSM of the female civil servants was a result of joining 
the civil service.  Dehart-Davis et al’s study was conducted in the context of the 
United States. Hence, the purpose of this study is to set the foundation for future 
comparison and to determine if female students have higher PSM as compared to their 
male counterparts prior to graduation in the Singaporean context. Does PSM have an 
effect on the public sector job choice of female students in Singapore? 
In addition to PSM theory, the role of organizational socialization will be 
investigated in this study. Specifically, the effect that organizational experience in the 
public sector has on PSM and subsequently, public sector job choice will be analyzed. 
In this context, internship experience instead of actual job experience will be used as a 
measure of organizational experience. This is because the main target group of this 
study is the undergraduate population in Singapore universities. As such, it can safely 
be assumed that most students are void of actual work experience in the public sector. 
Hence, the next best measurement of organizational exposure would be their 
internship experience. A large number of literature focusing on the usefulness of 
internship programs have argued that internships enable its participants to gain an 
insight into the inner workings of the organization, giving them a taste of what a 
permanent job in the organization would entail (Chauhan 1978; Denhardt 2001).  
Students with internship experience will be able to make a more informed career 
choice (McCaffery 1979) as they are able to gain first-hand knowledge about job 
expectations and the organizational culture during their internships. 
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Majority of research conducted in the field of PSM theory has been based on 
western countries such as the United States and the United Kingdom. In contrast, few 
studies on non-western countries PSM and job choice are available, especially those 
on Singapore. This thesis chooses Singapore as a case for an empirical study on 
university students’ public sector job choice. PSM and the perception of 
organizational culture in the context of Singapore will provide an interesting 
juxtaposition to the wide variety of research available on its western counterparts.  
This thesis seeks to contribute to the existing literature on PSM in several 
ways. Firstly, this thesis is unique as it studies the perception undergraduate students 
have towards the organizational culture in the public sector. Most literature on PSM is 
based on research conducted on incumbent civil servants. The perceptions of 
undergraduate students are important and should not be disregarded as they have the 
potential to be future civil servants. The perceptions these undergraduates have of the 
organizational cultures of public organizations can influence their decision to join the 
public sector upon graduation. Secondly, this thesis aims to view the perception of the 
organizational culture through a gendered lens. Majority of the literature, focusing on 
research in this field, has found the organizational culture of both private and public 
organizations to be masculine. However, these perceptions have been based on the 
views and opinions of incumbent employees. The main contribution of this 
component is to analyze if variables such as PSM and organizational experience have 
an effect on the undergraduates’ decision to join the public sector based on the 
perception they have of the organizational culture. The third contribution of this thesis 
is to apply the gender-specific lens to explain the difference of PSM level among 
male and female university students.  This approach is important as it can play a role 
in understanding the kind of undergraduates who are attracted to public sector jobs. 
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Furthermore, public organizations can use the results of this thesis to understand the 
perception potential civil servants have of their organizational culture. It could also 
serve as a tool in the recruitment and retention of public service employees. 
The significance of this paper lies in its objective of deciphering factors that 
aid in increasing the likelihood of undergraduates choosing public sector jobs. This 
will provide recruiters from the public sector a greater pool of potential civil servants 
to choose from and thus, have the potential of improving the caliber of those recruited 
given that one of the policies of the Singapore Civil Service is the practice of 
‘selective recruitment’ (Quah 1995:335). The Singapore Civil Service attempts to 
attract the ‘best and the brightest’ to in order to ‘sustain quality’ in the public sector 
(Quah, 1995:353). Two variables, PSM and the perception of the organizational 
culture will form the cornerstone of this analysis as they have the potential to 
indirectly affect public sector job choice. A third variable, internship experience in the 
public sector will provide insights into whether it has the potential to alter the 
perceptions of the public sector and increase the likelihood of public sector job 
choice.  
The general roadmap of this thesis is as follows. In Chapter 2, the concept of 
PSM, gender and PSM relations, gender and organizational culture, and college 
students and the public service will be reviewed. Based on the literature, a knowledge 
gap on the gender and public sector job choice, especially the lack of empirical 
studies in Singapore context was found.  Thus, Chapter 3 contextualizes the research 
questions to the Singapore context and highlights the sectoral job choices of 
undergraduates in Singapore. Chapter 4 will propose the research design of this thesis. 
After explicitly stating the main research questions and hypotheses, the survey 
instrument, sampling and data collection methods will be explained.  In Chapter 5, 
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data analysis and a discussion of the findings will be presented. This chapter will also 
provide an analysis of the findings of the study with respect to the hypotheses 
established in Chapter 4.  Chapter 6 seeks to further elaborate the results of the data 
analysis and its practical implications in the context of the current case, Singapore. 
The limitations of this study and suggestions for future research will also be delved 





















Chapter 2 Literature Review 
An extensive literature review dealing with the major concepts in this thesis 
should be conducted before testing for the perception undergraduate students in 
Singapore have of the organizational culture of the public sector and the effect 
internship experiences have on public sector job choices.  Being exposed to the 
literature dealing with the main concepts of this thesis will allow the researcher to 
develop a sound mode of measurement of the important concepts adopted and to 
survey the types of research that has already been conducted in this field.  Hence, 
literature dealing with the operationalization and measurement of PSM, gender and 
PSM, gender and organizational culture, internship experiences in the public sector 
and college students and the public service will be reviewed in this chapter as they 
form the basis of this thesis. Finally, the implications of the literature review 
conducted will be summarized. 
Conceptualizing PSM 
As espoused by Perry and Wise (1990:368), PSM (PSM) refers to an 
‘individual's predisposition to respond to motives grounded primarily or uniquely in 
public institutions and organizations.’ This suggests that public and private 
organizations are inherently different.  
There are three distinct categories of motives within PSM theory; the rational 
motives, norm-based motives and affective motives. Rational motives refer to the 
incentives that are self-fulfilling in nature. Measurements of the rational motives 
behind joining a public organization include an individual’s desire to participate in the 
policy formulation process or the feeling of a sense of commitment towards a public 
program because he or she personally identifies with it. A third possible measurement 
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of rational motives as espoused by Perry and Wise (1990) is that individuals join 
public organizations as it gives them a platform to advocate for their personal or 
group interests. 
Norm based motives refer to altruistic motives one might have in joining 
public organizations.  These would include motives such as the ‘desire to serve public 
interests,’ and a public service ethic that involves a special ‘sense of loyalty to duty 
and to the Government as a whole.’ A third measurement of norm based motives 
refers to an individual’s beliefs and inclinations towards being involved in activities 
that improve the welfare of the less fortunate in society, primarily those who lack 
economic resources. In a nutshell, norm based motives encompass social justice and 
the carrying out of one’s civic duty. 
Affective motives refer to motives arising from commitment to a particular 
program because of personal identification or genuine belief in the social importance 
of the program. Patriotism of benevolence is as a central concept that drives affective 
motives. As defined by Frederickson and Hart in Perry and Wise (1990:369), ‘an 
extensive love of all people within our political boundaries and the imperative that 
they must be protected in all of the basic rights granted to them by the enabling 
documents.’ Affective motives focus on the responsibilities towards society as 
opposed to fulfilling a personal motive. Individuals who register high affective 
motives focus on the needs of others before fulfilling personal motives.  
It cannot be assumed that all public servants will possess the same levels of all 
three motives. Thus, differences between public servants should be acknowledged, as 
each would possess different levels of each motive. The three motives associated with 
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PSM theory will be incorporated whilst measuring the PSM of the participants within 
the context of this thesis. 
As espoused by Perry and Wise (1990:370), ‘the greater an individual's PSM, 
the more likely the individual will seek membership in a public organization.’ Many 
scholars who seek an insight into the motivations of public sector employees have 
reaffirmed this phenomenon (Ko 2009; Frederikson 1997; Lewis and Frank 2002). 
Public and private organizations are believed to be different and hence they will 
attract different types of job candidates (Etzioni 1961; Perrow 1976; Hansenfeld 
1983; Buchanan 1974; Files 1981; Clark and Wilson 1961).  In fact, studies have 
shown that private employees place higher value on extrinsic rewards as compared to 
their public counterparts (Buelens and Van den Broeck 2007; Cacioppe and Mock 
1984; Karl and Sutton 1998; Jurkiewicz et al. 1998; Crewson 1997; Wittmer 1991). 
As compared to their private counterparts, public servants are more likely to be 
motivated to serve for the good of society (Cacioppe and Moke 1984; Lewis and 
Frank 2002; Lyons et al 2006; Rainey 1982; Wittmer 1991). All of these studies 
insinuate that public sector employees are more likely to be motivated by intrinsic 
rewards rather than extrinsic rewards, whereas private sector employees are motivated 
by the latter. 
It should be highlighted that PSM does not espouse that individuals with high 
PSM only value intrinsic rewards over extrinsic ones. It merely advocates that these 
individuals prefer the former to the latter. PSM incorporates both intrinsic and 





The Job Motivations of Female Job Seekers 
Women are believed prefer public sector jobs over their male counterparts 
because of the unique nature of public organizations (Bright 1991; Camilleri 2007; 
Naff and Crum 1999). Dimensions such as compassion and serving public interests 
are closely aligned to attributes such as nurturance and empathy that are traditionally 
associated with women (Bright 1991). Hence women are believed to be more inclined 
towards public sector jobs as a result of its feminine nature. Moreover, studies have 
found that female civil servants are believed to value the intrinsic rewards of a job as 
opposed to men who value extrinsic rewards (Buelens and Van Den Broeck 2007; 
Kim 2005). 
The importance of women in the civil service cannot be downplayed. In this 
day and age, the biological differences and differences in abilities between males and 
females are less nuanced than before. Today, literature that espouse the biological 
inferiority of women (Ortner, 1972; Kandal ,1988 in Chafetz ,2006; Pickering, 1996; 
Durkheim, 1983) have taken a back seat as more and more women are employed into 
the workforce each year.  
Gender differences in job motivations have been well documented in 
literature. While there are some scholars who highlight the contrasting job 
motivations between males and females, there are others who argue that there are no 
significant differences between the two groups. An empirical study conducted by 
Marini, Fan, Finley and Beutel (1996) on high school seniors from the period 1976 to 
1991 found that while there were no gender differences in the importance placed on 
extrinsic rewards, females were more likely to place greater importance on intrinsic 
rewards as opposed to their male counterparts whilst searching for a potential job. 
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This study shows that over time, there has been a convergence in the job values of 
males and females, especially in the context of extrinsic rewards. However, as 
espoused by the authors of the study (Marini, Fan, Finley and Beutel, 1996:62), the 
largest difference between males and females lies in the altruistic rewards as females 
attach much greater importance than do males on ‘a job that gives you an opportunity 
to be directly helpful to others’ and ‘a job that is worthwhile to society.’ It was also 
noted that ‘a large gender difference also exists in the importance of social rewards;’ 
that is, females place a higher value than do males on ‘a job that gives you a chance to 
make friends,’ and ‘a job that permits contact with a lot of people’ (Marini, Fan, 
Finley and Beutel, 1996:62). This study can be used to advocate the notion that 
although there are some areas where males and females share similar job values, 
differing job motivations still have a part to play in the job search process. Women 
have certain traits that are unique to them and these traits do have an influence on 
their job choices and job satisfaction.  
Gender and Organizational Culture 
Examining organizational culture allows one to decipher the leading 
characteristics and qualities that are valued by the organization in question. These 
qualities are derived from the objectives and goals of the organization and encompass 
both extrinsic and intrinsic values. As espoused by Barsade (2005:3), ‘the first clue to 
understanding an organization's culture is to look at what is rewarded -- not just 
monetarily, but also informally.’ Organizational culture forms a vital component in 
evaluating an individual’s fit within an organization.  The rationale behind blending 
gender and organizational culture in the context of this thesis is to further understand 
the perception of organizational culture and public sector job choice. It has often been 
assumed that females are unable to contribute in a masculine organizational culture 
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and vice versa (Whitehead and Moodley, 1999; Ely and Meyerson, 2000).  
As defined by Mills (1988:352), ‘gender refers to a set of assumptions about 
the nature and character of the biological differences between males and females; 
assumptions that are manifested in a number of ideas and practices which have a 
determinant influence upon the identity, social opportunities and life experiences of 
human actors.’  
As espoused by Whitehead and Moodley (1999), the evolution of the civil 
service has led the organizational culture to adopt more masculine values. Webber’s 
influential views on bureaucratization and scientific modernism have transformed the 
organizational cultures within Civil Service. Organizations have been built by and for 
men, and hence, it is inevitable that the structure and culture of organizations are 
predominantly masculine (Ely and Meyerson, 2000). Over the years, the public sector 
has started to incorporate more private sector values.  New emphasis in terms of 
efficiency, effectiveness and economy coupled with emerging demands for 
accountability and performance management has led to the private-public dichotomy 
to be less nuanced. As defined by Lane (2000:6), New public management, (NPM) 
refers to ‘the attempt to employ new governance mechanisms in the public sector that 
go beyond the traditional institutions such as the bureau and the public enterprise and 
that employ or imitate market institutions of governance.’ Hence, values such as 
profitability, efficiency and rationality are now placed on a higher pedestal than 
before. This is in contrast to the past where the distinction between the public and 
private sector was more distinct. As espoused by Lane (2000:4), ‘ in traditional public 
governance, government takes on several roles in order to allocate a number of goods 
and services to its populations. Modern public governance separates these roles from 
each other, based upon a much more refined analysis of how government can fulfill a 
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variety of roles in the economy.’ The public sector has evolved and come to cherish 
values that have traditionally been associated with the private sector. Such transitions 
towards efficiency-orientation makes it inevitable that the public sector modify its 
organizational culture into an efficiency-oriented one as well in order to manage these 
new expectations.  Like the private sector, the market is now a major preoccupation in 
the public sector and thus, there is a requirement to be more consumer and market 
oriented. These changes are often associated with values that are considered to be 
masculine in nature. Unfortunately, it is often perceived that women are unable to 
contribute in the new environment because they have traditionally been perceived to 
be more connected to their bodies as opposed to their male counterparts (Whitehead 
and Moodley, 1999; Ely and Meyerson, 2000). The table below summarizes literature 
that deals with measuring the masculine or feminine values of organizational culture. 
This will provide an insight into the values that are often attached to masculine and 

















Masculine and Feminine Organizational Values 
Author  Masculine Values  Feminine Values 
Mills (1988)  Equity, mutual 
competition and 
performance 
Resolution of conflicts by 
letting the “best man win” 
Decisive and assertive 
Equality, solidarity, and 
quality of work life. 
Resolution of conflicts by 
compromise and 
negotiation 
Use of intuition and strive 
for consensus 
Hofstede (1998)  Competitive, formal, 
authoritative  Interdependent, responsive, nurturing, 
Whitehead and Moodley 





Ely and Meyerson (2000)  Entrepreneurial, visionary, 
risk taking, individualistic  Nurturing, Cooperation, attention to detail, 
supportive 
Alvesson and Due Billing 
(2009)  Collinson and Hearn (1994) identified forms of 
masculinities in the 






impersonal rules and 
standards (impartiality), 
adopting an instrumental 
orientation viewing 
members as means for 
resource accomplishment 
 
A typical description of 
masculinity stresses 





Feminine organizations are 
flat, downplay rules and 
standards, exhibit 
attentiveness and 
responsiveness to the 






 The organizational culture in the Singapore civil service is dynamic in nature 
and has continually evolved over time. In most part, the evolution has been 
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synonymous with new public management. The Singapore public service has started 
to embrace facets of new public management such as target setting, performance 
measurement, increased autonomy in the allocation of resources, and accountability in 
a bit to create an ‘entrepreneurial ethos’ within the Singapore public service (Wong 
and Chan 1999; Meow 1986; Quah 1991)  
 On the other hand, there is also an attempt by the Singaporean government to 
change the face of the Singapore civil service, moving away from being ‘rigid’ and 
‘impersonal.’ Street level bureaucrats in particular, are encouraged to be ‘sensitive’ 
and ‘empathetic’ to the needs of the public (Wong and Chan 1999). Hence, while the 
civil service has transitioned itself into adopting more private sector values, which are 
traditionally to be masculine in nature, it has at the same time attempted to shed some 
of its other masculine values in preference for feminine ones. 
Female College Students and Employment in Public Organizations 
 An abundance of literature is available on the evolution of the public sector 
organizational culture. Despite these changes, it has been found that potential female 
civil servants still favour public sector jobs. 
Female college graduates are more likely to join the public service upon 
graduation as opposed to their male counterparts (Lewis and Frank 2002). Many 
scholars attribute this to the nature of jobs in public organizations. The nature of the 
work in public organizations does mirror values such as nurturance and compassion 
that are dominant in females (Bright 1991). These findings complement those of 
Dehart-Davis et al (2006) that female civil servants registered higher levels of PSM 
despite the masculine notions associated with public administration. 
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Organizational Socialization Theory 
As espoused by Van Maanen and Schein (1979:211-212), ‘organizational 
socialization refers to the fashion in which an individual is taught and learns what 
behaviors and perspectives are customary and desirable within the work setting as 
well as which ones are not.’ A new employee joining an organization is socialized by 
learning the rules and culture and adjusts to his or her specific role within the 
organization. Successful socialization occurs when the new employee transits 
smoothly from a new comer to part of the organization (Allen 2006). Indicators of 
successful socialization include factors such as job satisfaction, role clarity and job 
attachment and commitment (Bauer & Green 1998; Allen 2006). Increasing the job 
attachment and commitment to public organizations through successful socialization 
has the potential to increase public sector job choice.    
Internship experiences 
 The focus of this thesis lies on university students. The lack of any formal 
working experiences in public organization justifies using internship experiences as 
the best platform for investigating the effect socialization has on public sector job 
choice amongst undergraduates.  
For the purpose of this paper, Finkle and Barclay’s (1979) working definition 
of an internship will be adopted. Finkle and Barclay (1979:236) refer to internship as 
‘a situation in which a college student gains supervised practical experience while 
employed in a professional organizational position.’ 
As espoused by McCaffery (1979) and Chauhan (1978), internship experience 
will enable an intern to make informed decisions about his or her career path upon 
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graduation due to exposure in the organization. The internship experience will 
‘develop the student's awareness of the internal dynamics of an organization’ 
(Chauhan, 1978:100) and provide the student with real world experiences (Denhardt 
2001). Hence, undergraduates who have had internship experience in public 
organizations are more aware of the work environment and organizational culture of 
the public sector as opposed to their colleagues without any internship exposure. 
Callanan & Benzig (2004) espoused that the completion of an internship program in 
the public sector will allow the intern to decide if a personal fit with the organization 
exists. This exposure will in turn allow the intern to make a more informed career 
choice. Neapolitan (1992) found that students were more certain of their career 
choices after their internship experiences and their internship experiences contributed 
significantly to the clarification of career choices. 
Robert and Ashley (2000) conducted an empirical study on internship 
experiences and future career choices and found that the more positive an internship 
experience, the higher the desire the intern had to rejoin the organization permanently 
upon graduation. More specifically, in the context of their study, they found that 
college students who had previous positive working or internship experiences in 
working with the elderly were more likely to choose careers that allow them to work 
with the elderly. When applied to the context of this study, it can be postulated that 
undergraduates with positive internship experiences in the public organization they 
interned in will be more willing to join the public sector upon graduation. 
Other empirical studies conducted on internship experiences in the public 
sector also found that those who have completed internships in the public sector are 
more likely to rejoin the sector upon graduation. Reining (1941) conducted a study on 
a specific internship program that entails a nine-month commitment by college 
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students in Government agencies in Washington. Interns in this governmental 
internship program did not undertake routine work but were instead exposed to many 
different areas of work in the government. It was found that government departments 
now employ almost all the interns who participated in this internship program. 
Clinton (2004) conducted a study on four students who completed internships by The 
Washington Center for Internships and Academic Seminars Program and found that 
the internship experience of these students was pivotal in encouraging them to join the 
public sector as a career. It should be noted though that the type of work that these 
students undertook during the internship was not menial, meaningless tasks. They 
perceived the tasks and responsibilities given to them during their internship as 
important.   
The main weakness of all these literature lies in the possibility that the 
students who undertook these government internships might have a pre-existing 
disposition to join the government sector. Hence, the internship experience may have 
had no effect on their job choice upon completion of the internship. Hence, for the 
purposes of this study, measures to counter selection bias will be implemented by 
deciphering if pre-existing desires to join the public sector exists. 
Henry (1979) conducted an empirical study of the usefulness of internships for 
college students and produced mixed results. As compared to students who had no 
internship experience in the public sector, interns were found to be more ambitious 
and were less likely to leave the public service, indicating that they would stay in the 
public service for five years or more. However it was also found that those with 
internship experience were more likely to register a ‘fed-up-with-government’ attitude 
and were more discouraged about the public sector. Non-interns were more optimistic 
about the abilities of public employees and rated them higher than their counterparts 
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who had internship experiences. Hence internship programs have the potential to 
disillusion those who participated in them and aggravate the negative preconceptions 
they might have of the civil service. However, as found by Henry (1979), there are 
cases where negative internship experiences did not discourage participants from 
pursuing public sector jobs. 
Significance of literature 
The literature on gender and organizational culture espouse that there has been 
an evolution in way the civil service functions. With the emergence of NPM, there 
has been a change in the nature of the organizational culture of the public service to a 
masculine one that adopts more private sector values. It has also been insinuated that 
women are better suited in the domestic sphere as they are not suited for the 
masculine nature of the new public sector (Whitehead and Moodley, 1999; Ely and 
Meyerson, 2000). Simply speaking, literature suggests that female civil servants have 
higher PSM compared to their male counterparts (Dehart-Davis et al 2006) and that 
female students are more likely to choose public sector jobs (Lewis and Frank 2002). 
Few studies have been done on the sectoral job choice of female students and their 
level of PSM in the Singaporean context. Do females in Singapore have higher PSM 
than males? Are they more likely to choose public sector jobs? 
In addition, what is the undergraduates’ perception of the organizational 
culture of the public sector in Singapore? Can internship programs encourage 
undergraduates to pursue public sector jobs upon graduation? 
Organizational socialization theory states that when socialization is successful, 
the commitment to the organization is fortified as a result of personal-organizational 
fit and value congruence (Bauer & Green 1998). The strength of this argument can be 
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put to the test in this study by comparing students who have had internship experience 
to those who have not, since access to incumbent civil servants is limited. As derived 
from the literature review, one of the benefits of internship lies in its ability to expose 
its participants to the organizational culture of the civil service. One of the successful 
indicators of socialization, as pointed out by Allen (2006) is organizational 
attachment and commitment. Can public sector internship programs be used as a tool 
for the successful socialization of potential civil servants into the public sector? 
Building on this argument, those who have undergone successful socialization will be 
more willing to pursue public sector jobs upon graduation.  
Answering these questions will contribute to the existing literature as it 
provides an insight into the Singaporean context, one that we have little exposure to 












Chapter 3 Gender and the Singapore Civil Service 
The issue of gender in public administration has been an important variable in 
research related to PSM. Female civil servants have higher PSM (DeHart-Davis et al 
2006) as compared to their male colleagues. Majority of the literature that deals with 
gender in the public sector stresses the importance of gender representation and the 
discrimination that women face in the public sector. The perceptions that female 
university students have towards the civil service and their job choice will be delved 
into in this chapter.  
Gender Discrimination in the Public Sector 
 Women, unjustly so, are believed to be inferior to men in many societies 
around the world (Ortner, 1972). They are assumed to possess softer, more communal 
characteristics such as being gentle, compassionate, affectionate, kind and nurturing 
(Eagly and Johannesen-Schmidt, 2001, Fischer & Manstead, 2000). Women are also 
believed to be more emotional than men (Fischer & Manstead, 2000 & Rosaldo, 
Lamphere and Banberger, 1974). On the other hand, men are thought to possess more 
aggressive personality traits such as assertiveness and risk taking (Brody & Hall, 
2000).  They are also believed to be able to control their emotions when making 
decisions (Fischer & Manstead 2000).  
 As espoused by Zellman (1976) in Lee and Clark (2000:25), ‘people who 
engage in professional activity are expected to channel a large proportion of their 
emotional as well as physical energies into work on a continuing basis, with a penalty 
for any deviation from the norm of continuity, either by suffering loss in wages and   
fringe benefits, or by never being hired at all.’ Therefore, women are thought to be 
incapable of holding a job for as long as men because they are unable to commit 
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wholeheartedly due to other responsibilities. Hence it is difficult for a woman to 
balance a career with family life. It is assumed here that women face a double burden 
when it comes to pursuing a career and having a family. They are expected to have a 
career while at the same time handle the demands of raising a family. This becomes a 
burden in the sense that the job of a woman does not end at the workplace, it 
continues when she goes back home as well. Men, on the other hand, do not suffer 
from this double burden. This stems from cultural, social as well as personal beliefs, 
which mould the roles and responsibilities of a woman. A woman might decide that 
her primary role is to raise and nurture her family. Women are still less likely than 
men to devote themselves to public life alone (Stivers 2002). 
 As espoused by Bartol (1980:206), ‘sex-role stereotypes related to 
management appear to stem from common views of males as more independent, 
objective, task oriented, aggressive, and generally better able than females to handle 
managerial responsibilities, whereas females are seen as more sensitive, gentle, 
consideration oriented, passive, and less suited than males for positions of high 
responsibility in organizations.’ Female managers are viewed as softer managers who 
lack the ability to achieve organizational goals as well as their male counterparts 
through no fault of their own.  
 These stereotypes can lead to the permanent labeling of women and in turn 
failure to recognize their real potential. Employer bias, as advocated by Lee and 
Clarke (2000) also present a viable insight behind occupational sex segregation. A 
review by Van Fleet and Saurage (1984) in Lee and Clarke (2000:27) showed that 
‘public administration professionals still hold a substantially lower perception of 
female managerial ability than those with other training.’ 
Female University Students in Singapore 
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As reflected in Table 2, majority of graduates of each graduating cohort are 
females (with the exception of 2007). While the number of female graduates has been 
decreasing in the year 2005 – 2007, from 2008 onwards, a slight majority of graduates 
from the three local universities were females. In addition, as of 2001, university 
graduates formed sixteen percent of the workforce in Singapore (Appold 2005). With 
more and more women graduating from universities each year, the Government has a 
greater pool of potential civil servants to choose from. This is compounded by the fact 
that female undergraduates in Singapore were more likely to pursue public sector jobs 
as opposed to their male peers (Pang 1982). According to Pang (1982), female 
undergraduates in Singapore are more likely to pursue jobs that offer job security.  
On the whole, Pang (1982) also found that undergraduates in Singapore are 
more likely to value intrinsic elements of a job, such as the opportunity to express 
their opinions and ideas as well as apply skills they possess, with only two percent 
preferring high status jobs and eleven percent preferring jobs with high pay. In 1992, 
with just under 50% of total the recruitment, graduates formed the bulk of hires in 
division one to three of the public service (Wong and Chan 1999).  
Table 2                                                                                                                    
Number and Percentage of females graduating from the three local 
universities  












Despite their contribution, most of the literature pertaining to societal 
expectations of women is outdated in the current context (Teo in Haque 2000; Weiss 
1997). As depicted above, women constitute a vital part of the Civil Service in 
Singapore, especially in recent years. However, these changes have not been reflected 
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in literature. Most studies in the Singapore context deal with the structural 
discrimination women face in organizations, both in the public and private sectors 
(Haque 2001; Lee in Albatch 2003). 
In addition, the validity of Pang’s (1982) observation in the current context 
can be questioned. Pang’s study was based on the employment situation and job 
preferences twenty-nine years ago. Hence, the applicability of his observations might 
not reflect the current situation. Up to date literature on the sectoral job choice of 
female college students is limited and hence there is a knowledge gap on the current 
job preferences of female college students. This study aims to bridge that gap by 
analyzing whether the job preferences and motivators of female college students in 
particular have changed over the years. 
Internships in the Singapore Public Sector 
Even though government agencies in Singapore do not require students to 
have internship experiences prior to joining the public sector, the Singapore Public 
Service Division (PSD) runs the Internship@Gov program (previously known as the 
Civil Service Internship Program, CSIP). The aim of this program, which runs twice a 
year for two to three months, is to allow potential civil servants to learn more about 
careers in the public service, including learning journeys to two to three public 
agencies. In addition, interns are promised the exposure to the organizational cultures 
of the civil service through projects that they are involved in and are given 
opportunities to network during dialogue sessions. 
However, the Internship@Gov program seems to have a subtle preference for 
overseas-educated undergraduates. Undergraduates from local universities have to be 
identified and contacted by the University liaisons officers in order to apply and view 
  
24 
the internship positions available, making it harder for them to access these 
internships. On the other hand, undergraduates from overseas universities only need 
to register for an account to view the various internships being offered by the PSD. 
The limitation of this Internship@Gov program lies in the lack of any official 
local assessment of its usefulness. However, testimonials from graduants of the 
program have been positive and serve to further reiterate the importance of 
internships. 
The 6 most rewarding weeks in Summer, I would say. This internship has been 
so enriching on a personal and professional level that I yearn for more of such 
experiences. With the kind guidance from my approachable and 
understanding colleagues in the Public Affairs Branch, I learnt valuable 
organisational (sic) and PR-industry-specific skills relevant to the corporate 
communications field. Crafting media invites, engaging in media monitoring 
processes as well as participating in discussions when media queries arose 
were some of the exciting tasks I was assigned to do. I was also being exposed 
to various aspects of work relating to internal communications, which 
reflected a different aspect of work altogether1 .– London School of 
Economics, Female who interned in the Ministry of Home Affairs 
 
The internship@gov was definitely an eye-opener for me. Being attached to 
the Subordinate courts gave me a chance to better understand how the legal 
system works in Singapore. Also, it exposed me to what working in the public 
sector is like. I really enjoyed my time at the sub courts. Not only were the 
people really nice to us, we got to experience what others may never 
experience. During our internship, my friend and I got to sit in the various 
courts and chamber hearings. Also, we were given the chance to meet and talk 
to the judges. Through our interactions with the judges and court officers, we 
got to know the daily happenings in the court and the challenges the court 
faces now and then2. – NUS FASS, Female who interned in the Subordinate 
Courts 
The amount of exposure I acquired from my internship in Civil Service 
College International is something that I would never have been able to attain 
from the classrooms or readings in school. I have been lucky enough to host 
lunches for our foreign delegations at numerous restaurants, interact with 
officials at the Deputy Permanent Secretary level, and witness how diplomacy 
is conducted on a government-to-government level. In addition, the many 
Learning Journeys that I have facilitated for the delegates have also given me 
an insight of what other agencies are like, providing me with a clearer idea of                                                         




their structure and working environment. I believe this would allow me to 
make a better decision with regards to my career prospects upon graduation3. 
– NUS FASS, Male who interned in Civil Service College 
 While the testimonials have been positive, the validity of these testimonials 
can be questioned as they were published on the Career@Gov website, which is the 
official recruitment gateway for public sector jobs in Singapore. Hence, it is highly 
unlikely that negative testimonials will be published. Thus, the testimonials may be 
skewed and may not necessarily represent the views of all the graduants. Furthermore, 
it is not known whether these graduants of the Internship@Gov program will go on to 
















Chapter 4 Research Design and Methods 
The literature review conducted in previous chapters highlighted several 
important issues. In this chapter, the research method and design that was adopted in 
the context of this study will be reviewed in further detail. In addition, the hypotheses 
that will be tested will also be clearly stated. 
Research Questions and Hypotheses 
In this thesis, a few questions are brought up; do females have higher PSM 
than males, thus making them more prone to join the public sector? Is the 
organizational culture in the Singapore Public Sector perceived to be masculine or 
feminine in nature?  Does the perception of the masculine or feminine nature of the 
organizational culture have any effect on potential male and female civil servants? 
How does an internship experience in the Public Sector affect sectoral job choices of 
undergraduates upon graduation? All these questions will be delved into in an attempt 
to understand gender differences in the organizational context. In this thesis, I will 
attempt to provide answers to these questions by analyzing the following three 
hypotheses. 
Hypothesis one: Females have higher PSM as compared to their male counterparts. 
Dehart-Davis et el (2006:875) uses Perry’s definition of PSM to put forward 
the notion that three motives — attraction to policy making (rational motive), 
compassion (emotional motive), and commitment to public interest (normative 
motive) — have ‘distinct gender dimensions.’ The results obtained by Dehart-Davis 
were mixed. The female civil servants in Dehart- Davis’s study registered higher 
compassion, which was not surprising given compassion has traditionally been 
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regarded as a feminine trait. What was surprising was that these female civil servants 
also registered higher scores in the attraction to policy making and commitment to 
public interest components, both of which were deemed by the authors to be 
masculine in nature. Dehart-Davis’s study gives evidence that facets of PSM that 
were traditionally deemed as masculine are now embraced by women. In fact, female 
civil servants can be argued to exude higher PSM as compared to their male 
counterparts in the context of this study because they registered higher scores in all 
three of the measurements used to analyze public sector motivation. More 
specifically, females register higher PSM values because of the unique nature of 
public organizations (Bright 1991). PSM is measured using Perry’s (1995) work on 
the measurement of PSM (PSM). These eighteen statements were chosen from 
Perry’s (1996) six dimensions of PSM; attraction to public policy making, 
commitment to the public interest, social justice, civic duty, compassion and self 
sacrifice. Dimensions such as commitment to public interest, self sacrifice, 
compassion, social justice and civic duties are traits complementing feminine values 
believed to be dominant in females. 
This hypothesis received mixed support as public organizations have started to 
adopt private sector values since the 1980s with the implementation of new public 
management. Hence the conviction that feminine values drive public organizations 
might not be apply in the current day and age.  
Hypothesis two: Students are more likely to perceive the organizational culture in the 
public sector as more masculine than feminine. 
Hofstede’s (1983) empirical study classified Asian nations such as Japan, 
India and the Philippines as extremely to moderately masculine while categorizing 
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western nations such as the Netherlands, Spain, France and Portugal as being 
moderately feminine. Hofstede espouses that the more masculine a society is, the 
more dominant masculine values will permeate society, with high sex role division. In 
these societies, the roles between males and females will be clearly defined based on 
common assumptions on the values of men and women. In more feminine societies, 
the role divisions are not as clear-cut and hence men and women are able to take on 
roles that are traditionally deemed to be masculine. The structure of Public 
Administration is inherently masculine and this is despite the rising number of 
females working in public organizations (Stivers 2002).  It has been widely 
recognized that the public service has an inclination towards private sector values 
with the rise of new public management since the 1980s. University students perceive 
themselves to be well informed about the types of jobs available to them, attributing 
their knowledge of the private and public sectors to the media, friends, family and 
education (Pang 1982). Hence, undergraduates are likely to be aware of the dynamic 
structure of the public service.  
Hypothesis three: Students with positive internship experiences are more likely to 
choose a career in the public sector upon graduation. 
 Students who have positive internship experience in the public sector are 
more likely to join a public organization upon graduation as opposed to those with 
negative or no internship experience. As argued in the literature, internships provide a 
prelude to the work environment and culture of the organization. Hence students who 
have had a positive internship experience are more likely to be open to rejoining the 
public sector as opposed to their counterparts (Robert and Ashley 2002). As espoused 
by organizational socialization theory, upon successful socialization, one is more 
committed and attached to the job at hand (Bauer & Green 1998; Allen 2006). Hence, 
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the chance of choosing a career in the public sector if the internship experience was 
positive is more likely as opposed to those without any internship experience or those 
who suffered negative internship experiences. This hypothesis will test the potential 
of internships as a possible tool for the socialization of potential civil servants to 
increase public sector job choice. 
Research Method 
The mode of data collection that was adopted in this thesis was through paper 
surveys, online surveys and qualitative interviews. For the purpose of this study, both 
quantitative and qualitative methods were utilized.  
Questionnaire 
The quantitative method, in the form of a questionnaire (both the web and 
paper version) comprised of three main parts. All respondents completed part one of 
the survey. Part two was only completed by respondents with internship experience in 
the public sector while part three was only completed by respondents who did not 
have any internship experience in the public sector. Both web and paper versions of 
the survey were executed so as to balance the weaknesses associated with both 
methods of data collection. The first part asked the respondents for basic demographic 
information such as their gender, university, major and year of study and scholarship 
details if any. In addition, respondents were asked about their career plans upon 
graduation.  
In part one, a ranking of six job motivators was included to decipher the 
motivations that the respondent valued when choosing a career. The six job 
motivators were based on Ko (2009).  As defined by Houstan (2000), intrinsic job 
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motivators are ‘derived from the satisfaction an individual receives from performing 
the job.’ In contrast, extrinsic job motivators refer to satisfaction received from 
external sources other than performing the job.  Two of the extrinsic job motivators; 
opportunities for advancement and high salary were ranked among the top five of the 
most important job motivators for both public and private sector job seekers. 
Opportunities to benefit society, an intrinsic job motivator was valued more by public 
sector job seekers as opposed to private sector job seekers. Extrinsic job motivators 
such as high social prestige and social status and the opportunity to make a 
contribution to an important decision were ranked higher by private sector job seekers 
as compared to public sector job seekers. With this mix, the objective was to decipher 
the kind of rewards the respondents valued; intrinsic or extrinsic. These six motivators 
were ranked by the respondents, with ‘1’ being the most important and ‘6’ being the 
least important. 
Eighteen statements to measure the PSM levels of the respondents were 
adopted from Perry’s (1995) work on the measurement of PSM (PSM). These 
eighteen statements were chosen from Perry’s (1996) six dimensions of PSM; 
attraction to public policy making, commitment to the public interest, social justice, 
civic duty, compassion and self sacrifice. These eighteen statements, measured by the 
five point Likert scale, were chosen at random. Reversed questions were also 
incorporated into these eighteen statements to increase the validity and reliability of 
the participant’s responses. This was done to ensure that the participants read each of 
the statements carefully. 
Part two of the survey was designed to be completed only by respondents who 
have had internship experience in the public sector. The objective of this component 
was to better understand the perception of students who have organizational exposure 
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in the public sector. Questions that dealt with the details of their internship were asked 
so as to understand whether or not their experience in the public sector was a positive 
one. Positive and negative experiences in the organization have the potential to shape 
the perception the respondents have towards the public sector organizational culture 
as a whole. Questions that dealt with the respondent’s perception of the organizational 
culture were also asked in this component. As stated in the literature review, twenty 
words, each already categorized as masculine or feminine, were listed for the 
respondents. The respondents were required to choose five out of the twenty words 
that they felt best described the environment of the organization he or she interned 
in. Therefore, the responses to this question was based on his or her internship 
experience in the Public Sector. The next question required the respondents to rate 
the five chosen words in order of perceived accuracy. This will enable the researcher 
to understand the order of preferences especially in cases where the respondents 
choose a mixture of masculine and feminine words. 
Part three of the survey was designed to be completed only by respondents 
who did not have any internship experience in the public sector. The objective of this 
part of the survey was to understand the perception respondents with no 
organizational exposure have towards the public sector. This component was also 
vital as it enabled the researcher to compare the differences in perceptions of the two 
groups of respondents; those with and without internship experiences. Questions that 
dealt with their desire to acquire an internship in the Public Sector were also asked in 
this section. Similar to part two, questions that dealt with the perception of the 
organizational culture in the public sector were also asked. As in part two, twenty 
words that had been pre-categorized as masculine or feminine were also listed. 
Respondent were asked to choose five words that he or she perceived best described 
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the organizational culture of the public sector. The word ‘perception’ was highlighted, 
as the respondents had no prior experience or exposure to the public sector 
organizational culture. Hence, the words chosen were reflective of the respondent’s 
perception, which may be influenced by external sources. The last question required 
the respondent to rank the chosen five words in order of perceived accuracy. As noted 
earlier, ranking the chosen five words allowed the researcher to understand the 
perception the respondents have of the organizational culture in the public sector 
more accurately as there might be responses where both masculine and feminine 
words are part of the five words chosen by the respondent. A pilot test of the online 
survey was conducted to ensure that the technicalities were fixed and that the survey 
could be administered smoothly. Close friends and family were invited to participate 
in the pilot test so as to ensure that the questions asked were clear and grammatically 
sound. A total of eleven responses were collected at the end of the pilot test and 
mistakes and technicalities were corrected as necessary.  
Research design in the context of this study 
One of the aims of this thesis is to understand the effect working or internship 
experience in the public sector has on the desire to return to public organizations upon 
graduation.  The two group experimental design without pre-test was applied to test 
the third hypothesis, that  
Students who have positive internship experiences are more likely to choose a 
career in the public sector upon graduation 
A random sample of students was chosen from the public universities in 




The aim was to determine if work or internship experience would have any 
influence on the participant’s job choice upon graduation. In addition, the perception 
of the public sector organizational culture could be compared between the internship 
and non-internship group. 
Sampling and data collection 
The focus of this thesis is on undergraduates in Singapore. Hence the targeted 
sample population for this paper would be undergraduates from the two public 
universities in Singapore, the National University of Singapore (NUS) and Nanyang 
Technological University (NTU). In both of these Universities, students from the 
Faculty of Arts and Social Sciences and Business were targeted. The rationale behind 
focusing on these students is that they have a better understanding of public sector 
jobs as opposed to students from other faculties. 
Purposive sampling was adopted in this study. Undergraduates form the basic 
elements of this survey and hence they were the only focus of this study. One of the 
weaknesses usually pointed out about purposive sampling is the validity of the results 
obtained by this sampling technique. Since only a certain segment of the population is 
drawn into the study, the results of the study cannot be applied to the larger 
population in Singapore.  However, it should be pointed out that purposive sampling 
can be adopted in this study as there is only one target group; the undergraduates. The 
researcher is not attempting to assume that the results of this study can be applied to 
the larger population in Singapore. The results of this study are only representative of 
the perceptions undergraduate students have of the public sector in Singapore. In 
addition, selecting only undergraduates can successfully control attributes or factors 
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that might vary across different generations of life. This can have impacts on the 
dependent variable. 
The three main modes of data collection that were employed in this thesis were 
the online survey, paper survey, and qualitative interviews. 
Emails were sent out to administrative managers of the Faculty of Arts and Social 
Sciences and Business Departments of all three universities in Singapore (NUS, NTU 
and SMU) inviting them to disseminate the online link to their students to participate 
in the survey. Undergraduates from these Universities were given three weeks to 
complete the survey. A reminder email was sent one week before the three-week time 
limit was up.  
Both online and paper surveys were adopted in this study so as to ensure that no 
systemic differences arose between respondents as a result of the survey methods 
adopted. Only NUS undergraduates were targeted for the paper survey. Access to the 
other university, (NTU) was limited. For the purpose of this study, only 
undergraduates from the Faculty of Arts and Social Sciences and Business were 
targeted and hence, respondents for the paper surveys were sought within the areas 
where these undergraduate students frequented. Respondents were approached at 
random at the Central Library, which is located within the Faculty of Arts and Social 
Sciences in NUS as well as the Hon Sui Sen Memorial Library, located in the Faculty 
of Business in NUS. Undergraduates who were present at various study tables within 
the two faculties were also approached to participate in the survey. The 
undergraduates were informed that their participation in the survey was voluntarily 
and that their responses would be kept strictly confidential and only be used for 
research purposes. Steps were taken to ensure that there was no double counting of 
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participants. The researcher took the liberty to ask all the undergraduates who were 
approached to take a minute to browse through the survey to decipher if they have 
completed the online version. Participants were chosen at random and there was no 
conscious attempt by the researcher to approach undergraduates according to their 
gender. 
The purpose of the qualitative interviews was to seek a richer understanding of the 
results found in the paper and online surveys.  Based on the results of the survey, 
approximately forty participants were contacted via email and invited to participate in 
the qualitative interview. Interviews were conducted via email for their convenience 
and privacy. As with the paper and online survey, respondents who were shortlisted 
for the interview had the right to decline participation. Participants of the survey were 
sieved out based on their responses to the paper or online survey. The objective of this 
exercise was to seek a clearer understanding behind the thought processes and 
responses given by the respondents. The objective of the qualitative interview was to 
establish a clearer link as to whether the perception an undergraduate has of the 
organizational culture in the Public Sector can influence his or her decision to join the 
Civil Service upon graduation. A total of forty participants who belonged to pre-
determined categories were chosen at random. An online random number generator 
was used to select respondents until all the criterions were met. Table 3 below depicts 
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The questions used to facilitate the interviews are follows; 
1) What is the main factor that is influencing you to join the sector of your choice 
upon graduation? 
2) What is your perception of the “other” sector? 
3) For respondents with no internship experience in the public sector: How did 
you forge your perception of the public sector? Give examples of sources of 
influences. 
4) Was the perception of the organizational culture a leading factor in influencing 
the sector of choice upon graduation? How so? 5) For those with internship experiences in the public sector: Did your internship 
experience expose you to the realities of a public sector job?  Did you feel like 
the work you did during your internship was important to the Department? 
Elaborate on the reasons.  
A list of forty participants was consolidated and they were emailed at their email 
address provided to invite them to participate in the qualitative interview. Their 
participation in the interview was voluntarily and they were given the right to deny 
participation. When they were agreeable to the interview, they were invited to a 
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private online chat room where they had an informal chat with the researcher. They 
were assured that their responses would only be used for the sole purpose of this 
thesis and would be kept strictly confidential. An Internet chat interview allowed the 
respondents to be more open and comfortable in discussing issues that they might not 
necessarily bring up in a face‐to‐face situation. 
Descriptive Statistics 
A total of 916 undergraduates from NUS and NTU participated in the online and 
paper survey.  97 (10.51%) of the responses were deleted during the data-cleaning 
phase because of errors in their responses. These include the following responses; 
1) Responses that were incomplete 
2) Responses that answered both part two and three of the survey 
3) Responses that answered part two when they were supposed to answer part 
three and vice versa 
4) Double entries 
The final sample size of this thesis was 819 or about 89.41% of the original 
number of responses. A summary of the basic information that constituted part one of 
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Descriptive Statistics of Respondents 










NTU 32 3.91% 
FASS 1 481 58.73% 
Business 2 293 35.78% 
Engineering 3 30 3.66% 
Computing 4 2 0.24% 
Law 5 1 0.12% 
Science 6 10 1.22% 
Design and 
Environment 
7 1 0.12% 
Faculty 
Undeclared Blank 1 0.12% 
1 1 146 17.83% 
2 2 270 32.97% 
3 3 217 26.50% 
4 4 182 22.22% 
5 5 3 0.37% 
Year of Study 
Undeclared Blank 1 0.12% 
Male 0 263 32.11% Gender 
Female 1 556 67.89% 
Private 1 499 60.93% 
Public 2 286 34.92% 
Sector seeking 
to join upon 
graduation Others 3 34 4.15% 
Yes 0 430 52.50% Internship 
Experience in 
the Private 
Sector No 1 389 47.50% 
Yes 0 199 24.30% Internship 
Experience in 
the Public 
Sector No 1 620 75.70% 








The bulk of the responses came from undergraduates studying at the NUS 
(96.09%). NTU undergraduates made up 3.91% of the respondents. Females made up 
the bulk of responses, at 67.89% compared to their male counterparts, who made up 
32.11% of the responses.  60.93% of the respondents intend to join to private sector 
upon graduation. This can be juxtaposed to 34.92% who intend to join the public 
sector. Majority of the participants (75.70%) did not have any internship experience 
in the public sector. However, it is interesting to note that majority (52.50%) did have 
















Chapter 5 Data Analysis and Results 
The purpose of this chapter of the thesis is to provide more information on the 
dependent and independent variables that will form the basis of this research. The 
results of the statistical analyses conducted on the three hypotheses will also be 
published and discussed in greater detail. 
Dependent Variables 
The primary dependent variable in the first multiple regression model for the 
testing of hypothesis one is the PSM score of the undergraduates in the sample group. 
PSM is measured using Perry’s (1995) work on the measurement of PSM. These 
eighteen statements asked in the survey captures Perry’s (1996) six dimensions of 
PSM; attraction to public policy making, commitment to the public interest, social 
justice, civic duty, compassion and self sacrifice. In the survey administered to the 
respondents, the five-point Likert scale was use to measure statements linked to a 
particular dimension of PSM.  A score ranging from one to five can be obtained from 
each question. In total, eighteen questions were asked, three in each dimension.  A 
maximum of ninety points (fifteen for each dimension) can be attained. The average 
score was not used so as to avoid outliers if any. The higher the points achieved, the 
higher the PSM of the individual is. See appendix for more details on these questions. 
The dependent variable in the second multiple regression model is the 
student’s perceived masculinity and femininity score of the public sector. This is for 
the testing of hypothesis two. It has been widely argued that public organizations have 
evolved such that its organizational culture has adopted more masculine values. 
Weber’s notions on bureaucratization and scientific modernism have changed the 
organizational cultures within the civil service and thus it is inevitable that the culture 
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have evolved along the same lines. This hypothesis intends to gain a further insight 
into the perceptions male and female undergraduates have of the organizational 
culture in public organizations. Do male and female undergraduates have different 
perceptions about the gender of the organizational culture in the public service? As 
explained in the literature review, twenty randomly chosen masculine and feminine 
terms were adopted in this thesis. The adopted terms are as follows; 
Masculine (+) Feminine (-) 
Impersonal  Cooperative  
Rational  Sensitive  
Objective  Interdependent 
Paternalistic Empathetic  
Hierarchical  Accepting  
Efficient  Attentive  
Competitive  Responsive  
Disciplined  Nurturing  
Rigid  Passionate  
Action-Oriented  Compassionate  
 
Respondents were required to rank the five words that they perceived best 
described the public organization’s culture. 1 represented the most accurate while 5 
represented the least accurate of the lot. For the purposes of data analysis, each 
feminine word chosen as the first rank, was given a score of -5. A masculine word 
chosen at the same ranking was given a score of +5. The scoring table of the ranks 
one to five is published below. Thus, a maximum of +15 points and a minimum of -15 
points can be scored. The higher the score, the more masculine the respondent 
perceives the organizational culture to be. After the individual score of each 
respondent was tabulated, multiple regression analysis was used to analyze the data. 
The masculinity and femininity score was calculated according to the ranking 
of the gender specific words used in the questionnaire administered to the 




Diagram 1: Masculinity/Femininity Scoring Scale 
 
-15 (Feminine)               0 (Neutral)   + 15 (Masculine) 
 
In the final hypothesis (hypothesis three), the dependent variable in the 
logistic regression is the sectoral job choice of the respondent (public sector job 
choice = 1). The rational behind hypothesis three is to decipher if internship programs 
can be used as a platform by the government for the successful socialization of future 
civil servants. As shown in Table 4, majority of the respondents (60.93%) intend to 
join the private sector upon graduation, leaving 34.92% intending to join the public 
sector. Civil Service jobs only made up 4.25% of the total employment in 2009. As of 
2009, 2,990,000 Singaporeans were employed in various sectors with only 127,000 
being civil servants4. Increasing public sector job choice amongst undergraduates will 
allow the civil service a wider pool of applicants to choose from and increase the 
number of public servants in Singapore. However, if the data were to be analyzed 
from a gendered perspective, the percentage of females intending to join the public 
sector is higher at 37.05%, as compared to 30.42% of males who intend to join the 
public sector. This finding complements that of Pang (1982:149, 150), who also found 
that approximately ‘a third of the students indicated a desire to work as officials or 
professionals in the public sector’ and that ‘female students are slightly more likely 
than male students to want to public sector jobs.’   






Gender serves as a primary independent variable for testing both hypothesis 
one and hypothesis two. Females have been argued to possess a higher PSM as 
compared to their male counterparts (Dehart-Davis et al, 2006). This argument should 
be empirically validated in the context of Singapore. In the context of Perry’s (1995) 
paper, it is argued that individuals with higher PSM are more inclined to join the 
public sector. Hence, once the gender difference in PSM level can be empirically 
supported, it can be argued that women are more likely to join the public sector than 
males because of their higher PSM. However, are females willing to join the public 
service if they perceive its organizational culture to be masculine? Hence, the 
relationship between gender, PSM and perception of organizational culture will be 
analyzed in this paper. 
Internship experience served as an independent variable for the testing of 
hypothesis three. The primary independent variable in this analysis is whether or not 
the internship experience in the public sector was a positive or negative one. The 
dependent variable in this analysis was public sector job choice upon graduation. 
Public sector jobs in the context of this study refer only to jobs in the ministries and 
statutory boards in Singapore. As the dependent variable was a dichotomous variable, 
binary logistic regression was employed to analyze the relationship between the 
independent and dependent variables.  
Internship stints have long been argued to be beneficial in allowing one to 
make a more informed decision about his or her career path (Holzer 1987; Callanan & 
Benzig 2004; Reining 1941; Clinton 2004; Edward & Halim 2008). Other empirical 
studies conducted on internship experiences in the public sector show that majority of 
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the interns who have experience in public organizations end up joining the Civil 
Service upon graduation (Clinton 2004; Reining 1941; Neapolitan 1992) However, 
there are empirical studies that found that taking up internships in the public sector 
might achieve the opposite as it has led to less confidence and trust in the agency and 
in the ability of public servants. Hence, these students with internship experience in 
the public sector felt discouraged from joining the public service (Henry 1979). The 
rationale behind adding internship experience as an independent variable is to explore 
the relationship between internship experience and public sector job choice in 
Singapore. Pre internship attitudes were taken into account so as to control for any 
pre-existing desire to join the public service. This served to further strengthen the link 
between internship experience and the desire to join the public sector as it took into 
account whether individuals had already decided to join the public sector prior to their 
internship experience. Hence, their internship experience in the public sector may not 
have affected their decision to join or steer away from the Public service upon 
graduation.  
In addition, the effect internship experiences have on the perception of the 
organizational culture in the public service will be analyzed. The viability of using 
internship programs as a tool for successful socialization of potential civil servants so 
as to increase public sector job choice will be tested in the third and final hypothesis. 
‘Exposure to public administration modules’ was included as a control 
variable to decipher whether any form of theoretical exposure to the public service 
has an effect on one’s desire to join the public service upon graduation in Singapore 
or on the perception they have of the organizational culture of the Public Service. An 
empirical study conducted by Chetkovich (2003) on MPA students in the JKF School 
of Government in Harvard University found that policy curriculum does little to 
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promote public sector as a career path upon graduation when the desire does not pre-
exist. Public policy students are amongst those who shun the public sector.  The 
results of this paper show that the MPA students are more likely to shift away from 
government than from the private sector and are less likely to shift to government 
than to either the non-profit or private sectors because of the contents taught during 
their course of study. Students can be disheartened from joining the public sector 
because they realize that public policy problems are often more complex than they 
appear and they might not be able to make a change or difference in policies 
Government Scholarship holder was added as a control variable so as to 
acknowledge that there may be respondents who are bonded to the Public sector upon 
graduation because of the nature of their scholarships. Lastly, the year of study was 
also controlled for in the multiple and logistic regression models. 
Results 
Gender and PSM (Hypothesis one) 
Six different job motivators were analyzed in an attempt to gain further insight 
into the job motivators of undergraduate students. These indicators were incorporated 
into the analysis, as there is a need to acknowledge that college students take into 
consideration both intrinsic and extrinsic job motivators in addition to PSM when 
deciding which career path to take upon graduation. Disregarding extrinsic and 
intrinsic job motivators can lead to misleading results, as the importance of PSM 
when making career choices would be overstated.  
          Three intrinsic and three extrinsic job motivators were adopted from Ko’s 
(2010) study on PSM and sectoral job choice. However, it should be noted that these 
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results should be used with caution because of the absence of control variables in this 
study. 
 As shown in Table 5, both extrinsic motivations such as high salary and 
advancement were ranked first and second for both males and females. A Pearson 
correlation of the average rankings of the two groups was 0.83 (p<0.05). This 
indicates that male and female undergraduates were generally similar in the overall 
rankings. Both males and females ranked ‘the chance to learn new things’ as being the 
third most important to them. The difference between males and females becomes 
evident when analyzing their fourth choice. Females value the ‘chance to benefit 
society’ more as compared to their male counterparts who ranked it fifth as opposed 
to fourth. The difference between the means of males and females for the job 
motivator ‘the chance to learn new things’ was also the largest at 0.40 as compared to 
the other job motivators. However, these results should be used with caution as no 
other variables were not controlled in this comparison between males and females. 
Females in general valued intrinsic job motivations such as the ‘chance to 
learn new things,’ and the ‘chance to benefit society’ more as opposed to their male 
peers.  
Table 5  
Rank Order of Job Motivation of Respondents  







Mean SE Ranking Mean SE Ranking 
Difference 




3.89 0.091 4 4.18 0.062 5 -0.29 
High Salary 2.79 0.093 2 2.86 0.065 1 -0.07 





4.32 0.098 6 4.40 0.070 6 -0.08 
Learn New 
Things 
3.41 0.099 3 3.01 0.066 3 0.40 
 
As the above simple descriptive analysis is not adequate to control for other 
variables, a multiple regression analysis was administered to understand the 
relationship between gender and PSM better. Table 6 shows the results of the multiple 
regression analysis. 
A multiple regression of PSM score on gender, internship experience in the 
public sector, exposure to public administration modules, year of study, sectoral job 
choice upon graduation and lastly, whether or not the respondent holds a government 
scholarship was conducted.  
R square, 0.056 (5.6%), indicates the proportion of variability in the dependent 
variable (PSM score), which is accounted for by the independent variables. The 
model fit was found to be statistically significant (F=5.28, p-value ≤0.01). 
The estimates are the regression coefficients for each of the predictor values. 
Gender was found to be statistically insignificant (t = 0.542, p > 0.05). It is interesting 
to note that even though gender was statistically insignificant in predicting PSM, the 
female respondents were found to value ‘chance to benefit society,’ and ‘learn new 
things’ over other motivators more than their male counterparts. This contradicting 
finding can be attributed to the structure of the survey questions that were 
administered. In ranking the six motivators, respondents were comparing each 
motivator relative to the other. However, in calculating the PSM score, the 
respondents were asked to independently evaluate sentences, which represented each 
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dimension of PSM.  In addition, the multiple regression analysis included other 
variables that were not controlled for in the data in Table 5.  
Interestingly, the exposure to PA modules (T = -3.122, p < .05), government 
scholarship holders (T= -2.301, p < .05) and the intention to join the private sector (T 
= -1.989, p <  .05) were found to be statistically significant. Respondents who intend 
to join the private sector are more likely to register a PSM score of 2.48 units lower as 
opposed to their other counterparts.  Respondents with no exposure to public 
administration modules are predicted to have a PSM score of 2.81 units lower than 
those with exposure to PA modules. Lastly, those who do not hold government 
scholarships are more likely to register a PSM score of 2.08 units lower than 
scholarship holders. 
Table 6  
Linear Regression Analysis 
(Dependent Variable: PSM Score) 
Variables Estimate Standard 
Error 
T Value Pr >  |t|  
Intercept 65.151 1.712 38.045 0.00 
Gender 0.284 0.523 0.542 0.588 
Year 1 0.161 0.751 0.214 0.831 
Year 2 0.607 0.634 0.957 0.339 




-2.482 1.248 -1.989 0.047 
Intention to 
join the Public 
Sector 

















Note: N= 819, R-Square =0.056 ,* p<0.1, **p <0.05 
 
Perception of the organizational culture in the Singapore civil service 
(Hypothesis two) 
A multiple regression analysis was conducted to predict the 
masculinity/femininity score from the independent and control variables listed above.  
R square suggests that 28.6% of the variability in the masculinity and 
femininity score can be attributed to the independent variable and control variables in 
this model. In addition, the model fit was found to be statistically significant (F= 
32.329, p ≤.01).  
Gender was found to be statistically significant in predicting the masculinity 
score (t = -2.642, p < .05). Females were predicted to score 1.35 points lower on the 
masculinity index (measured on a thirty point scale) if other factors were equal. 
Hence, it can be argued that females were likely to perceive the organizational culture 
of the Public sector to be less masculine than their male counterparts.  The intention 
to join the public sector was also empirically supported (t = -2.414, p < .05). Those 
who intended to join the public sector upon graduation were also more likely to score 
approximately 3 points lower on the masculinity and femininity scale as compared to 
other respondents. Lastly, students who had no internship experience in the Public 
sector were predicted to score 9.2 points higher on the masculinity and femininity 
scale as opposed to those with internship experience in the sector (t = 15.638, p < 
.05).  It should be highlighted that whether or not the respondent had internship 
experience in the Public Sector had the largest effect on the scale. 
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Hypothesis two, that both males and females are more likely to perceive the 
organizational culture of the public sector to be masculine was found to be true even 
though gender differences were found to be statistically significant in the multiple 
regression analysis. Even though females might have a less masculine image relative 
to males, they still view the organizational culture to be more masculine than 
feminine on the scoring scale. In addition, it should be noted that internship 
experience in the Public Sector was the most important factor in explaining the level 
of masculinity index given that its effect size is the largest one. 
Table 7  
Linear Regression Analysis 
(Dependent Variable: Masculinity Score Index) 
Variables Estimate Standard Error T-Value Pr >  |t|  
Intercept 5.358 1.711 3.131 0.002 
Female** -1.353 0.512 -2.642 0.008 
Year 1 -0.937 0.705 -1.329 0.184 
Year 3 0.311 0.624 0.498 0.618 










-2.996 1.241 -2.414 0.016 
Exposure to 
PA modules 
















-0.223 0.496 -0.450 0.653 
Note: N= 819, R-Square =0.286 ,* p<0.1, **p <0.05 
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Internship experience and public sector job choice (Hypothesis three) 
Students with positive internship experiences are more likely to choose a 
career in the public sector upon graduation. 
Seventy-four students were observed and correctly predicted to be unwilling 
to join the Public Sector upon graduation. Ninety-seven students were observed and 
correctly predicted to have the intention of joining the public sector upon graduation.  
The overall percentage provided the percent of cases that were correctly predicted by 
the model. In this case, the overall percentage was found to be 85.9%. 
Respondents in year one were 87% less likely to choose public sector jobs as 
compared to those in their final year of study. This indicates that students at the 
beginning of their college education are less likely to think about the public sector as 
a career choice upon graduation as opposed to their older counterparts. 
Respondents who had negative attitudes towards the public sector but were 
encouraged by their positive internship experience were 31.38 times more likely to 
choose public sector jobs as compared to their counterparts with pre- negative 
attitudes towards the public sector and have no intention of pursuing a career with 
them. These were respondents who were hesitant in joining the public sector prior to 
their internship stint. This result highlights the importance of the perception of 
internship experience. Internships in the public sector have the ability to encourage 
students who otherwise might not have chosen the public sector as a career choice.  
  There were students whose internship experiences did not have an effect on 
the existing pre-internship desires to join the public service. This group of students 
were 25.59 times the predicted odds of choosing public sector jobs upon graduation 
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over other respondents with pre-existing negative attitudes towards the public sector 
prior to their internship. For the latter group, their internship experiences were 
ineffective in changing their pre-existing negative attitudes towards the public sector. 
This indicates that internships can be used to validate students’ desire to join the 
public sector upon graduation especially if they did not have any pre-existing 
objections or grievances towards the civil service. 
In line with Perry’s (1996) argument that individuals with high PSM are more 
likely to join the public sector, this study found that additional unit of increase in the 
PSM score will increase the relative probability of choosing public sector jobs by 
4.6%. This suggests that students with high PSM scores are more likely to choose 
public sector jobs upon graduation as compared to their other counterparts. 
The third hypothesis, that those with positive internship experiences are more 
likely to join the public service is empirically supported. This result is validated by 
the fact that positive internship experience has the potential to encourage its 
participants to consider public sector jobs upon graduation. 
Table 8 
Multiple Logistic Regression Results 












Intercept -3.611 1.704 4.493 0.034 0.027 
Gender 0.054 0.472 0.013 0.909 1.056 
Year 1 ** -2.016 0.671 9.020 0.003 0.133 
Year 2 -0.628 0.602 1.089 0.297 0.534 
Year 3 -0.276 0.542 0.259 0.611 0.759 
Masculinity/Femininity 
Score 
-0.008 0.023 0.137 0.712 0.992 
PSM Score* 0.045 0.026 2.834 0.092 1.046 
Negative attitude 
towards public sector 
pre-internship, Positive 










3.242 0.610 28.264 0.000 25.587 
Positive attitude 




-0.383 0.620 0.382 0.536 0.682 
Note: N=199, R-Square =0.459, * p<0.1, **p <0.05 
Qualitative interviews 
The results of the qualitative interviews were complementary to the 
quantitative findings of hypothesis three, where it was found that those with positive 
internship experiences were more likely to be open to public sector jobs upon 
graduation. Students who experienced negative internships were found to be more 
averse to the possibility of pursing public sector jobs as a career. 
The qualitative interviews conducted provided an insight into the internship 
experience of the respondents.  Majority of respondents who described their 
internship experience as positive attributed it to the exposure they had into the inner 
workings of the civil service. This exposure equipped the interns with realistic 
expectations of the demands of a career in the public sector. In addition, factors such 
as job scope and friendly supervisors also contributed to the positive experiences of 
some respondents. 
My internship in the public sector allowed me to see how the public sector 
works. Even though there is efficiency in the department, the culture is very 
hierarchical and rigid. I am very sure that most of the ministries in Singapore 
have the same processes and rules as the department I interned in. - 
Interviewee 0637 
My internship experience allowed me the to learn more about the civil service. 
At least now I know what to expect when I apply for a public service job. Even 
though the civil service might have it’s cons such as being hierarchical, rigid 
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and dull, I am ready for the challenge as it will be of no surprise to me – 
Interviewee 0289 
The types of tasks that the students were involved in proved to be an important 
factor when deciphering if their internship was a positive one. Those who were given 
tasks that were perceived to be important were more likely to describe their internship 
as a positive one. 
I felt that the work that was given to me was going to be of use to the 
Department. For example, I was given opportunities to publish articles in the 
Ministry’s monthly newsletter. That was quite an important task as my work 
would be read by everyone in the Ministry – Interviewee 0282 
Even though my main job was to conduct research, I felt that the articles I 
found were particularly useful to my supervisors. I saw how they incorporated 
my work and thoughts into memos that were presented during meetings. I felt 
like my presence was appreciated and I was given due credit. – Interviewee 
0483 
Friendly supervisors were also highlighted as being a vital component of 
positive internship experiences. The supervisors who were concise with their 
instructions, approachable and appreciative of the interns were highly regarded by 
interns. Being incumbent civil servants who represent the civil service, they play a 
vital role in offering interns first-hand information about their own personal 
experiences and about careers in the public sector in general. This can help the interns 
make wiser decisions. 
My supervisor was very approachable. She was very frank with me about any 
questions I had pertaining to my work or personal questions regarding her 
own work experiences. She was very helpful and her advice was very useful to 
me. She made working in the Department a delightful one – Interviewee 0555 
Unlike my friend, my supervisor was a very kind and patient man. He took the 
time and effort to explain each job he had for me in detail. When in doubt, I 
just needed to walk over to his desk and approach him with any questions I 
might have. He always made time for me and I appreciated that. It made my 
internship experience a very pleasant one. – Interviewee 0393 
On the other hand, giving interns exposure to the organizational culture of the 
civil service can discourage them from pursuing public sector jobs. There were 
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respondents who felt that the public sector was not the career for them upon 
completing their internships. Their internship experience gave them an insight into the 
inner workings of the public sector. This result is not necessarily detrimental to public 
organizations as the experience enables students to make a more informed job choice. 
Hence, students who do not see themselves as suited for public sector jobs are less 
likely to apply for a career in the public sector. Exposure to the inner workings of the 
civil service sieves out those who can envision themselves working for civil service 
from those who cannot.  
From my internship, I was able to see exactly how the civil service works and 
I do not feel like I can work and contribute effectively in such a rigid 
environment– Interviewee 0006 
Even though nothing bad happened during my internship, I don’t think the 
environment in a ministry is the place for me. It is too stifling and there are 
too many rules to follow. I don’t feel like I have the opportunities to use my 
own creativity. It is all about following rules and doing what is expected of 
you. There are certain types of people who like these kinds of jobs, but not me. 
I want to work in an organization that allows me the space to use my creativity 
instead of following standard procedures. - Interviewee 0624 
Those who were discouraged from public sector jobs because of negative 
internship experiences attributed it to unfriendly supervisors and also to the work that 
was allocated to them. In addition, these students felt that they were not contributing 
to the organizations they were interning in and thus, left feeling unappreciated. 
I felt like my presence in the department was more of a burden than a help. 
The person allocating me my work was always unclear about her 
expectations. When I see the final product of my work being presented to 
upper management it is almost always vastly different than what I handed in. 
Thus, I feel like the effort I put in is not being acknowledged. I feel like I was 
more of a hindrance. – Interviewee 0595 
My supervisor was too busy to answer any questions I might have pertaining 
to the tasks given to me or about the civil service as a whole. Most of the 
communication was via the email so it was a little difficult communicating 
with her. Also, during lunch times, it was usually us interns that lunched 
together. The interactions we had with the permanent staff were quite minimal 
unless it was for official reasons. So, I don’t think I learnt anything new. In 
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fact, the work I did was simple data entry tasks. It was as if I couldn’t be 
trusted with work that demanded higher responsibilities.  – Interviewee 0282 
I didn’t feel like people treated us with respect. Even the MSOs [Management 
support officers] and CSOs [Customer service officers] who formed the lowest 
tier of the department were quite impatient with us when we asked for some 
files and documents. It was quite difficult to get things done as the MSOs and 
CSOs would ignore our requests. It became quite annoying and I don’t think I 
can work in such an inefficient environment. – Interviewee 0193 
The qualitative interviews also shed light on the sources that influenced the 
perceptions non-interns had of the civil service. This vital information could not be 
extracted from the quantitative methods adopted in this study. The media, public 
administration education and friends and family were identified as the main sources 
that influenced non-interns. 
I have done some Public administration modules during my course of study 
and from the readings and discussions in class, I do feel like my perception of 
the public service, as being competitive, efficient and rigid is accurate 
especially in this day and age – Interviewee 0004 
I formed my views on the civil service from the news articles I read. The 
articles give me the impression that the civil service is efficient, yet very rigid 
as there are many levels that need to be consulted before a proper decision 
can be made – Interviewee 0244 
My friends and family who are civil servants have advised me against a career 
in the civil service. According to them, the work is very bureaucratic and 
routine. Also there is a lot of red tape in the civil service. Hence, there is a lot 
of frustration, as decisions cannot be made on the spot. – Interviewee 0167 
 
The results of the qualitative interviews complemented those derived from the 
statistical analyses. It provided a deeper understanding of the results that were 
obtained from the surveys conducted which in turn proved useful in answering the 





Chapter 6 Discussion 
The results of the statistical analysis will be discussed in further detail to expound the 
research questions posed at the beginning of the paper. In essence, are there any 
gender differences in PSM? What is the perception of the organizational culture of 
public organizations and does it have any effect on sectoral job choice? Lastly, can 
internships in the public sector be used as tools for the successful socialization of 
potential civil servants to increase public sector job choice? 
Females and PSM 
The results of the survey showed that gender was not statistically significant in 
predicting PSM scores. This contradicts Dehart-Davis et al (2006), which found that 
women registered higher levels of PSM despite the masculine notions associated with 
the Public Administration. Using Perry’s six dimensions of PSM, Dehart-Davis et al 
(2006) found that female civil servants registered higher scores in compassion, 
attraction to policy making and commitment to public interest. Attraction to public 
policy making and a commitment to public interest were deemed by the authors to be 
masculine in nature. Females in this study did not show any statistically significant 
difference in PSM scores. The notion that more women should be encouraged to join 
the public service in Singapore because they have higher PSM cannot be put forward 
because gender does have a statistically significant effect on PSM. Hence, the 
association between gender and PSM in the Singapore context is not empirically 
supported unlike other studies done in Western contexts. 
In contrast, factors such as exposure to Public Administration modules, 
whether one holds a Government scholarship or intends to join the Public Sector 
achieved statistical significance at the 0.05 level in the multiple regression analysis. 
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The finding that the public motivation score was predicted to decrease by 2.48 points 
if the respondent did not intend to join the public sector is consistent with Perry’s 
(1995), Ko’s (2009), Frederikson’s (1997) and Lewis and Frank’s (2002) argument 
that whose with higher PSM are more inclined to join the public sector. Hence, this 
argument can be applied to the context of the undergraduate population in Singapore. 
An interesting finding was that those with exposure to public administration 
modules were predicted to have a PSM score that was 2.81 higher than those with no 
exposure to these modules. This reinforces the importance of public administration 
education in Singapore. This finding is inconsistent with the findings published by 
Chetkovich (2003). The opposite was found to be true in Singapore, where exposure 
to public administration modules is predicted to have an increase in PSM scores. One 
can argue however that the depth of exposure to public administration issues that the 
MPA (Masters in Public Administration) students in Chetkovich’s (2003) study had 
was higher as compared to the undergraduate students in the present study. Hence 
exposure of the undergraduate students in this study is superficial compared to the 
MPA student’s exposure to Public administration issues in Chetkovich’s (2003) study. 
MPA students might have a understanding level of complexity of the work in the 
public service making weary of public service jobs. Government scholarship holders 
are predicted to have a public motivation score that is 2.08 points higher than those 
without any Government scholarship. This serves as a positive indication for the 
Government of Singapore as it signals that their scholars are more dedicated and 
motivated to serve in the Public Service as opposed to their counterparts. 
Summing up, the association between gender and PSM was not empirically 
supported in this study. Instead, other factors such as government scholarships and 
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public administration education were found to be statistically significant in explaining 
PSM.  
Perception of the Organizational Culture in the Public Service and Public Sector 
Job Choice 
The multiple regression analysis results showed that gender was significant in 
predicting the perception undergraduates have of the Organizational culture in the 
Public Service. The masculinity score was predicted to decrease by 1.35 points if the 
respondent was a female. This result indicates that female undergraduates perceive 
the organizational culture of the public service as slightly less masculine than their 
male counterparts. However, the notion that females are more likely to join the public 
sector was not empirically supported in the binary logistic regression model for 
predicting the probability of joining the public sector upon graduation. This 
phenomenon can be explained when looking at the macro picture. It should be noted 
that when viewed at the macro level, undergraduates (both males and females) viewed 
the organizational culture to be more masculine than feminine on the scale.  Female 
undergraduates in Singapore are consciously aware of the masculine organizational 
cultures of the public service in Singapore. The structure of Public Administration is 
inherently masculine and this is despite the rising number of females working in 
public organizations (Stivers, 2002). These findings were further complemented by 
the results of the qualitative interview. 
For me, the public sector and the private sector have few differences. 
Anywhere you work will have rules and processes you have to follow. 
Structure and hierarchy will always be there and it is not unique to the public 
sector. Thus, I really have no preferences as to where to work when I 
graduate. You just have to adapt yourself to the job you commit yourself to.– 
Interviewee 0517 
The results of the multiple regression analysis showed that the intention to join 
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the public sector upon graduation was statistically significant in predicting the 
masculinity score.  The analysis shows that those who intend to join the public sector 
were predicted to have a masculinity and femininity score of three points lower than 
that of their counterparts who do not intend to join the public sector upon graduation. 
This result suggests that those who intend to join the public sector upon graduation 
are more inclined to perceive the organizational culture of the Singapore Civil Service 
as less masculine compared to those who do not intend to join the public service upon 
graduation. Their perception of the organizational culture in the Public sector is 
simply less harsh than their counterparts who do not intend to join public 
organizations. It has often been argued in literature that organizations have been built 
by and for men, and hence, it is inevitable that the structure and culture of these 
organizations are predominantly masculine (Ely and Meyerson, 2000). This can be 
viewed as encouraging for the public sector in Singapore as the undergraduates who 
intend to join the Government are aware and psychologically ready for the masculine 
culture that characterizes the civil service.  As espoused by Khatri, Budhwar and Fern 
(1999:3), ‘in a recent forum of the human resource professional bodies of Hong Kong, 
Malaysia, and Singapore in Malaysia, participants were unanimous in their view that 
job-hopping had become so rampant in these countries that it had become a culture.’ 
In cases of high turnover intention, high individual-organization misfit (Leisink and 
Steijn, 2008; Kristof-Brown et al, 2005), which basically means a mismatch between 
the individual’s values and characteristics and the work environment, was found to be 
rampant. The discrepancy between the perception and actuality of the organizational 
culture of public organizations in the Singapore context might be minimized, as 
undergraduates already perceive the organizational culture to be masculine.  
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Whether or not one has had an internship experience in the Public Sector was 
the most important in explaining the level of masculinity index, given that its 
coefficient was the largest. The multiple regression analysis showed that those who 
had internship experience in the public sector were predicted to have a masculinity 
and femininity score of 9.2 points lower than those without internship experience. 
This insinuates that undergraduates with internship experience in the public sector are 
more likely to perceive the organizational culture of the public service as less 
masculine than their counterparts without internship experience. However, those 
without internship experience were predicted to have a masculinity and femininity 
score of 14.58 ceteris paribus where the maximum masculinity score was 15. This is 
an indication that respondents with internship experience in the public sector perceive 
its organizational culture to be less masculine than those without any internship 
experience in the public sector.  This result indicates that encouraging 
undergraduates to pursue internships in the public sector can benefit the Government 
especially when the intern is exposed to the inner workings and the organizational 
culture of the public sector in Singapore.  This result complements the notions 
advocated by Chauhan (1978:10) and Denhardt (2001) who both argued that the 
internship experience will  ‘develop the student's awareness of the internal dynamics 
of an organization.’ The perceptions of students who have had internship experience 
in the public sector are not as harsh as compared to those without internship 
experience. Internship experiences provide interns with an insight into the 
responsibilities of the civil service. 
After my internship experience, I learnt more about the obligations of the civil 
service. Accountability is very important in the public sector. Hence, from my 
experience, I feel that the public sector is the way it is because it has to be 
accountable to the public. It changed my view of the public service as I came to 
understand things better from their standpoint.– Interviewee 0423 
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 Internship experiences can indirectly encourage more students to join the 
public sector. This is because those who intend to join the public sector were 
predicted to have a masculinity and femininity score of three points lower than their 
counterparts ceteris paribus. The usefulness of internships in the public sector lies in 
its potential to neutralize the perception of the organizational culture within the sector 
and thus indirectly encouraging public sector job choices. 
Is Internship Important in Encouraging Public Sector Job Choice? 
 
The multiple regression analysis highlights the importance of internship in the 
public service aptly. It was found that internship experience in the public sector has 
the potential to validate an undergraduate’s pre-existing desire to join the public 
sector upon graduation. In addition, internship experience can also encourage those 
who had no pre-existing desire join public sector to pursue careers in public 
organizations. These internships were perceived to be positive in nature as they either 
validated a pre-existing desire or encouraged an intern who is undecided about his 
future career to pursue public sector careers. Internship programs have the potential to 
be a tool for the successful socialization of potential civil servants. 
 
  The potential of internship experience, in essence, lies in whether or not the 
internship experience was perceived to be a positive one. Thus, rather than just 
espousing for more internship programs for undergraduates, the needs and 
expectations of potential undergraduate interns should be addressed (Lam & Ching, 
2007). 
A way of establishing a positive internship experience for undergraduates is to 
ensure that the work they undertake during the internship period is perceived to be 
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meaningful and important (Reining, 1941; MacCaffery, 1979; Clinton, 2004). This 
view complements the findings of the qualitative interviews conducted during this 
study. 
 
A female undergraduate who only decided to join the public sector after her 
internship had the following to say about her internship experience;  
 
The work I did during my internship made me feel like I was contributing to 
the department and it decreases the work burden of the permanent stuff – 
Interviewee 0032  
 
In fact, the importance of job tasks was also highlighted in those who held 
private sector internships. A male undergraduate, who only decided to join the private 
sector after his internship stint, had the following to say about his internship 
experience; 
 
I was always treated like a member of the team and not just as a temporary 
intern. I was given the opportunity to host one of their events, write the CEO's 
gala dinner speech and was involved in revamping their intranet with a few 
other interns. Previously, I was not sure that the private sector was for me, but 
now, I am quite certain. – Interviewee 0029 
However, there were those who were disheartened and disillusioned after their 
internship experience, stemming from their dissatisfaction with the tasks allocated to 
them. Their internship experience discouraged them from pursuing a career in the 
public sector.  
I was given very little duties during my internship which I did not 
benefit much from it. At the end of the day, I do not feel like I learnt anything 
new from my internship.  – Interviewee 0100 
 
During my internship, I was only given basic assignments such as data 
entering. Full time staff handled the other more important aspects of the job 
scope. It made me feel worthless and thus made me think about other career 




Other aspects of the internship program that can aid in moulding it into a 
positive experience include the organizational culture, the approachability of the 
incumbent civil servants (Lam and Ching, 2007) and the diversity in job roles (Davy, 
1959) that will enable the intern to gain a more accurate insight of the public sector.  
The internship allowed me to get a clear picture of the job scope and roles of 
the position that I held, as well as that of the other job positions in the 
organisation. I was able rotate around to get a feel of the different roles 
available. This made me realize that I don’t mind joining the public sector 
after all. – Interviewee 0413 
 
I learnt to a deeper level what the job entails and learnt several skills that I 
can apply to even my own school work or other jobs in future. I was given a 
lot of freedom, flexibility and opportunities to expand my own learning 
experience and was allowed to observe and do many of the ground work 
instead of simply doing administrative tasks. I felt like I was immersed in the 
job directly and was able to have first-hand experience as to what it entails. 
The supervisors were friendly and helpful and took time off to debrief me or 
guide me or answer questions. It felt like a training programme as if I were 
already an employee there, rather than a mere intern – Interviewee 0392 
 
I was highly disturbed by the work ethos in the workplace, and that really 
triggered me to consciously cling to what I believe in as a follower of Jesus. I 
don’t think I can work in this kind of environment permanently – Interviewee 
0465 
 
Even though many have advocated for the importance of internship experience 
in the public sector, one cannot discount the importance of the perception of the 
internship experience. Aspects of the internship program, such as the job scope of the 
intern, the approachability of incumbent civil servants and the diversity in job roles 
can help in moulding a positive internship experience for undergraduate students as it 
will expand the undergraduate’s understanding and expectations of public sector jobs. 
For internship experience to have a positive effect, the intern has to perceive the 
experience to be a positive one. Therefore, quality of internship programs over 
quantity should be encouraged. The objective of internship programs in the public 
sector should be to encourage potential civil servants to apply for public sector jobs 
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Chapter 7 Conclusion 
 
This study investigates the sectoral job choice and perceptions undergraduate 
students in Singapore have of the public service in Singapore by testing three 
hypotheses. Out of a total of 819 undergraduate students, 286 intend to pursue public 
sector jobs upon graduation. By testing three separate hypotheses, the objective of this 
paper was to decipher if PSM, the perception of organizational culture and internship 
experience in the public sector can affect the public sector job choice of 
undergraduates in Singapore. 
 
The results of the statistical analyses showed that there were no significant 
differences in PSM between male and female undergraduates. Furthermore, both male 
and female undergraduates ranked extrinsic rewards such as ‘advancement’ and ‘high 
salary’ as their top two motivators when looking for a job. Hence, it can be concluded 
that extrinsic rewards such as high salary and advancement opportunities are the 
leading source of motivators in both female and male undergraduates in Singapore.  
 
  Other possible influencing factors affecting PSM levels were explored in this 
paper. It was found that there were statistically significant differences between those 
who were exposed to public administration modules during their course of study and 
those who were not. Those who were exposed to public administration modules 
registered higher levels of PSM as compared to those no exposure to public 
administration modules. This finding highlights the importance of public 
administration education in the tertiary levels. More public administration modules 
can be introduced at the tertiary level in an attempt to instill PSM amongst 
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undergraduate students in Singapore. As advocated by Perry and Wise (1990) and 
validated by the findings of this paper, undergraduates who registered higher levels of 
PSM were more likely to join the public sector as opposed to their counterparts. 
Moreover, results from the qualitative interview shed light on the potential of public 
organizational modules in influencing the perceptions non-interns have of the 
organizational culture of the public service. 
 
Undergraduates in Singapore hold the perception that the organizational 
culture in the Public sector is masculine. As empirically supported in this study, 
masculine perceptions have the potential to deter undergraduates from choosing 
public sector careers. Internships in the public sector have the potential to neutralize 
extreme perceptions of organizational culture in public organizations. It was also 
found that those who do intend to join the public sector upon graduation generally 
have a more neutral (less extreme) perception of the organizational culture in public 
organizations. Hence, internship experiences can indirectly encourage more 
undergraduates to pursue public sector careers. 
 
In addition to its potential to neutralize the perception of the organizational 
culture in the civil service, positive internship experiences can also encourage 
undergraduates to pursue public sector careers even if they were not previously open 
to the idea. Positive internship experiences can validate the pre-existing desire (prior 
to the internship experience) that undergraduates have towards pursuing public sector 
careers. Internships programs that are perceived to be positive in nature can be used as 
a tool for the successful socialization of potential civil servants. In addition, providing 
quality internships boasts a platform that exposes undergraduates to the organizational 
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cultures of the public service, in turn allowing undergraduates to make a more 
informed career decision. It also provides them with a more realistic and accurate 
expectation of public sector jobs. Hence, more should be done to ensure that quality 
internship programs are available to undergraduates. Internship programs that marry 





One limitation that was found in this study was the sheer large number of 
students who have had internship experience as a relief teacher. Including this group 
of students will inevitably cause biasness in the perception of the organizational 
culture in the civil service because of the unique job nature of teachers. Hence, those 
with internship experience in the field of teaching are likely to perceive the 
organizational culture to be feminine as opposed to masculine. This is because values 
such as compassion and nurturing are core values of the teaching profession. Thus, for 
the purposes of future studies, more attempts can be made to exclude those who have 
had internship experience in the field of teaching and streamline the definition of the 
public sector in Singapore. This will enable future studies to concentrate on civil 
service jobs in ministries and statutory boards.   Are there any differences in the 
perception undergraduates and incumbent civil servants have of the civil service?   
A second limitation lies in the sampling method administered in the online and 
paper surveys as well as the qualitative interviews. Access to undergraduates from the 
NTU was limited. Hence, a large majority of the respondents (96.09%) were from the 
NUS. Hence, the validity of the results in this paper should be used with caution since 
  
69 
a vast majority of the students were only from one university in Singapore. In 
addition, due to the limited knowledge on statistical methods, only a small range of 
statistical methods was adopted in the study. 
A third limitation to this study lies in the difficulty in drawing clear causal 
inferences. This difficulty is associated with potential endogeneity due to unclear 
direction of causality. While internship experiences and government scholarships can 
increase PSM scores, as shown in this study, those who possess higher PSM are also 
more likely to pursue internship experience in the public sector and accept 
government scholarships. 
Despite the limitations listed above, this study has contributed significantly to 
public administration literature. The usefulness of this study lies in its potential for 
future research. It provides the foundation for future empirical studies. The results of 
this study can be contrasted to another study that examines the actual organizational 
culture and perhaps, the results of the two studies can be compared to each other. Is 
there a discrepancy between the actual and perceived organizational culture of the 
civil service? And from there, should there be a large discrepancy, scholars can study 
the root of these perceptions. Why are public sector organizational cultures perceived 
to be masculine? This paper takes the first step in this direction. Perception is 
important as an individual makes career decisions based on his perceptions. Hence, 
the perception he or she has about the public sector can help decipher his or her job 
choice. 
The study has also contributed by highlighting the importance of quality 
internship programs and its potential to socialize potential civil servants and 
encourage them to pursue jobs in the public sector upon graduation. Hence this paper 
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can be used to encourage more in-depth research on the existing internship programs 
in Singapore civil service and their potential in encouraging undergraduates to pursue 
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My name is Dalvin Sidhu and I am a Master from the Department of Political 
Science, NUS. I am currently in the process of writing my thesis under the 
supervision of Dr. Kilkon Ko. This survey is designed to understand the relationship 
between internship experience and sectoral job choice amongst undergraduates. 
Please be assured that your responses will be kept strictly confidential. This survey 
has been approved by the IRB (Institutional Review Board). This survey should take 
approximately 10-15 minutes. In exchange for your time, 10 lucky participants will 
win a $25 book voucher! Winners will be contacted via their email. Thank you for 







Gender: Male/ Female 2. Which sector do you foresee yourself joining upon graduation? a. The Private Sector b. The Public Sector (Ministries and Statutory Boards) c. Others (please specify: ___________________________________________________) 3.  Rank the following factors that are important to you when choosing your future career (1 being the most important and 6 being the least important) a. Opportunities for advancement                           _______ b. The opportunity to make a contribution to an important decision _______ c. High salary                __________ d. Opportunities to benefit society           __________ e. High prestige and social status          __________ f. Opportunities to learn new things          __________ 4. Please circle the number that best describes your sentiments to the following statements; a. I have an obligation to look after those less well off. 
       1          2        3       4        5 
Strongly  Disagree  Neutral Agree  Strongly 




1          2        3       4        5 
Strongly  Disagree  Neutral Agree  Strongly 
Disagree         Agree c. Doing well financially is definitely more important to me than doing good deeds. 
1          2        3       4        5 
Strongly  Disagree  Neutral Agree  Strongly 
Disagree         Agree   d. It is hard for me to get intensely interested in what is going on in my community 
1          2        3       4        5 
Strongly  Disagree  Neutral Agree  Strongly 
Disagree         Agree   e. An official’s obligation to the public should always come before loyalty to superiors 
1          2        3       4        5 
Strongly  Disagree  Neutral Agree  Strongly 
Disagree         Agree   f. People may talk about public interest, but they are really concerned only about their self‐interest 
1          2        3       4        5 
Strongly  Disagree  Neutral Agree  Strongly 




1          2        3       4        5 
Strongly  Disagree  Neutral Agree  Strongly 
Disagree         Agree   h. I seldom think about the welfare of people I don’t purposely know. 
1          2        3       4        5 
Strongly  Disagree  Neutral Agree  Strongly 
Disagree         Agree   i. I do not believe that government can do much to make society fairer 
1          2        3       4        5 
Strongly  Disagree  Neutral Agree  Strongly 
Disagree         Agree   j. Making a difference in society means more to me than personal achievements. 
1          2        3       4        5 
Strongly  Disagree  Neutral Agree  Strongly 
Disagree         Agree  k. I don’t care much for politicians 
1          2        3       4        5 
Strongly  Disagree  Neutral Agree  Strongly 
Disagree         Agree   l. When public officials take an oath of office, I believe they accept obligations not expected of other citizens. 
1          2        3       4        5 
Strongly  Disagree  Neutral Agree  Strongly 




1          2        3       4        5 
Strongly  Disagree  Neutral Agree  Strongly 
Disagree         Agree   n. Serving citizens would give me a good feeling even if no one paid me for it. 
1          2        3       4        5 
Strongly  Disagree  Neutral Agree  Strongly 
Disagree         Agree   o. I have little compassion for people in need who are unwilling to take the first step to help themselves 
1          2        3       4        5 
Strongly  Disagree  Neutral Agree  Strongly 
Disagree         Agree   p. The give and take of public policy making doesn’t appeal to me 
1          2        3       4        5 
Strongly  Disagree  Neutral Agree  Strongly 
Disagree         Agree   q. I am willing to go great length to fulfill my obligations to my country. 
1          2        3       4        5 
Strongly  Disagree  Neutral Agree  Strongly 




1          2        3       4        5 
Strongly  Disagree  Neutral Agree  Strongly 





Part 2 (For those with Internship experience in the Singapore Civil Service) Those without Civil Service internship experience can skip part 3, continue to Part 2.  10. What is your most current accumulated CAP? _______________ 11. How long did you intern in the Public Sector for? a. 1 – 4 weeks b. 5 – 8 weeks c. 9 – 12 weeks d. Others (Please specify _______________________________________) 12. Which of the following best describes the reasons behind your decision to intern in the Civil Service? a. To gain an insight into the Public Sector b. To accumulate job experience so as to enhance my CV c. For fun d. For the monthly stipend 




15b. Please elaborate the reasons behind your answer to question 15a.    16. Which of the following best describes your sentiments after your internship experience? a. Before my internship experience, I was not sure if the Civil Service was a right fit for me. However, after interning, I am sure that I want to join the Public sector upon graduation. b. I have always wanted to work for the Government and my internship experience validated these desires. c. I was open to working for the Government prior to my internship experience. However, my internship experience made me realize that a public sector job is not for me. d. I interned in the public sector to accumulate job experience and enhance my CV. I had no intention of joining the Public sector then and my feelings have not changed. 17a. Please circle 5 words that best describes the environment of the Organization that you interned in. Impersonal    Cooperative    Rational    Sensitive Interdependence  Objective    Empathetic    Paternalistic Accepting    Hierarchical    Attentive    Efficient   Responsive    Competitive    Nurturing    Disciplined Rigid      Passionate    Action‐Oriented  Compassionate 
17b. Please rank the 5 words chosen in Qn17a. in order of accuracy. 1st being the 
















Singapore? Impersonal    Cooperative    Rational    Sensitive Interdependence  Objective    Empathetic    Paternalistic Accepting    Hierarchical    Attentive    Efficient   Responsive    Competitive    Nurturing    Disciplined Rigid      Passionate    Action‐Oriented  Compassionate 
 
21b. Please rank the 5 words chosen in Qn21a. in order of perceived accuracy. 1st 
being the most accurate word that describes the Organization and 5th being the least. 
1st: __________________ 
2nd: __________________ 
3rd: __________________ 
4th: __________________ 
5th: __________________ 
**The End** 
                                Thank you for your contributions. 
